This study aims to test hypotheses developed by Lavengin and Mendoza (2013). This study aims to investigate the positive effect of performance feedback quality on perceived procedural justice and perceived interactional justice. Furthermore, this study investigated the negative effect of perceived procedural justice and perceived interactional justice on a propensity to create budgetary slack with trust in the supervisor as a mediating variable. This study uses a survey method via questionnaire, with middle and lower manager who participate in preparing a budget at Private University as respondent. The results show that performance feedback quality can increase perceived procedural justice and perceived interactional justice. Furthermore, this study can not prove that perceived procedural justice and perceived interactional justice can reduce the propensity to create budgetary slack through trust in supervisor. Nevertheless, the results can prove that perceived interactional justice can reduce the propensity to create budgetary slack, that means the relationship between perceived interactional justice and propensity to create budgetary slack is a direct relationship. The results also show that interactional justice can increase trust in the supervisor. Overall, this study can prove the hypotheses developed by Langevin and Mendoza (2013) , that management control systems can reduce a manager's unethical behavior.
The Management Control System can reduce the manager's unethical behavior (Langevin and Mendoza, 2013) . According to Merchant and Van der Stede (2014) , management control involves all the tools and systems used by managers to ensure that the behavior and decisions of employees are consistent with the goals and strategies of the company so that the company will achieve its objectives. Performance Feedback Quality is one of the characteristics of Management Control System. Performance feedback is information provided to subordinates regarding the level of performance they achieve at different moments during the year and includes the end of the year (Steelman, et al., 2004) . Performance Feedback Quality as one of the Management Control System characteristics can reduce a manager's unethical behavior, that is the preparation of Budgetary Slack. Schiff and Lewin (1970) , state that managers compile a Budgetary Slack because it is influenced by personal desires and interests, so that budget targets are easy to achieve, especially if the manager's performance appraisal is determined based on the achievement of budget targets. Managers tend to understate income and overstate expenses.
Performance Feedback Quality can reduce the preparation of Budgetary Slack through procedural fairness, interactional justice, and Trust in Supervisor. Performance Feedback Quality can improve the perception of subordinates that they are treated fairly. According to Robbins and Judge (2016) , procedural justice is perceived justice in the process used to determine the distribution of awards. While interactional justice consists of informational justice and interpersonal justice. Informational justice is a situation when workers are given an honest explanation of each decision, while interpersonal justice is a condition when workers are treated with respect and dignity.
With increasing justice perceived by subordinates, it will affect the attitude of subordinates to superiors, that is Trust in Supervisor. Trust is a psychological state that contains an intention to accept vulnerability based on positive expectations of other people's intentions or behaviors (Rousseau, et al., 1998) . If subordinates feel treated fairly, then the trust of subordinates to superiors increases. Furthermore, the trust of subordinates to superiors can motivate subordinates to increase their efforts to reduce the behavior of subordinates who are unethical, that is the preparation of Budgetary Slack. Desriani and Sholihin (2011) , examined the relationship between the level of performance appraisal formality and subordinate trust in superiors mediated by procedural fairness, distributive justice, and Performance Feedback Quality. Furthermore, the study examined the influence of subordinate trust on superiors in Budgetary Slack. This study modifies Desriani and Sholihin's (2011) , research based on a hypothesis developed by Langevin and Mendoza (2013) . This study examines the positive effect of Performance Feedback Quality on procedural justice and interactional justice. Furthermore, the negative influence of procedural justice and interactional justice on the preparation of Budgetary Slack through subordinate trust in superiors as an intervening variable.
Previous studies focus more on researching Management Control System and Budgetary Slack in profit-oriented organizations. Therefore, this study conducts testing using different research objects in non-profit organizations, that is Private Universities. The application of Management Control System in non-profit organizations is also important because non-profit organizations also have organizational goals such as profit-oriented organizations so that Management Control System is used to ensure that organizational members' behavior is aligned with organizational goals.
Private Universities income schemes differ from public universities. Based on the Law of the Republic of Indonesia Number 12 of 2012 concerning Higher Education Article 89 Paragraph 1, Higher Education Funds sourced from the State Revenue and Expenditure Budget and / or the Regional Revenue and Expenditure Budget are allocated to Public Universities, as operational costs, Lecturers and Education Personnel, as well as investment and development andPrivate Universities, as an aid to lecturer professional allowances, professor honorariums, as well as investment and development. Private Universities does not get operational funds from the government. Therefore, Private Universities must be able to manage funds efficiently and mitigate managerial behavior that is unethical, that is preparing Budgetary Slack.
HYPOTHESIS DEVELOPMENT Effect of Performance Feedback Quality on Perceived Procedural Justice
Feedback on high-quality performance is significantly related to Perceived Procedural Justice (Cohen-Charash and Spector, 2001 and Taylor, et al., 1995) . Consistency and accuracy which are two conditions of a fair procedure are the main characteristics of Performance Feedback Quality (Hartmann and Slapnièar, 2009; Landy, et al., 1978) . Roberson and Stewart (2006) , suggest that accurate feedback is perceived as procedurally fair. Hartmann and Slapnièar (2009) , found that the higher perceived Performance Feedback Quality resulted in higher trust both directly and through higher perceptions of procedural fairness. Desriani and Sholihin (2011) , also found that Performance Feedback Quality has a positive impact on procedural justice. H1 : Performance Feedback Quality has a positive effect on Perceived Procedural Justice.
Effect of Performance Feedback Quality on Perceived Interactional Justice
Providing feedback supports openness and develops communication between managers and their superiors (Colquitt and Jackson, 2006 and Erdogan, 2002) . Therefore, this contributes to developing informational justice which is one of the two components of interactional justice (Langevin and Mendoza, 2013) . Roberson and Stewart (2006) , show that accurate feedback is considered not only procedurally fair, but also develops informational justice. According to Langevin and Mendoza (2013) , employers who take the time to discuss results during the year and at the end of the year with their partners will be perceived to be more respectful. The quality of feedback can indicate that the recipient of feedback is valued and respected as a member of the organization. This increases interpersonal justice, the second dimension of interactional justice. H2 : Performance Feedback Quality has a positive effect on Perceived Interactional Justice.
Effect of Perceived Procedural Justice and Perceived Interactional Justice on Propensity to Arrange Budgetary Slack through Trust in Supervisor as Intervening Variables
According to Robbins and Judge (2016) , workers who feel treated fairly will trust their superiors more, which reduces uncertainty and fear of being exploited by the organization. Fair treatment will bring positive emotions, which in turn will encourage citizenship behavior. Colquitt, et al., (2007) , revealed that individuals who are willing to trust others tend to behave in citizenship and do the less unethical behavior. In addition, when managers trust their superiors, they have positive expectations that their superiors will provide valuable material and psychological results in the long term so that managers feel less in need of preparing Budgetary Slack (Langevin and Mendoza, 2013) . Maiga and Jacobs (2007) , show that procedural justice and trust in supervisors have a significant influence on the commitment of budget objectives, which subsequently negatively affects the propensity of managers to compile a budgetary slack. Staley and Magner (2007) , also prove the same thing: interactional justice and procedural justice have a negative and indirect effect on the budget preparation proposal through an increase in the Trust in Supervisor. H3 : Perceived Procedural Justice has an indirect negative effect on Propensity to compile a Budgetary Slack through a Trust in Supervisor. H4 : Perceived Interactional Justice has an indirect negative effect on Propensity of compiling a Budgetary Slack through the Trust in Supervisor.
METHOD
This research is quantitative research with causality approach. Data analysis method in this study uses the Structural Equation Modeling-Partial Least Square (SEM-PLS) approach with the WarpPLS 5.0 program. The population in this study were middle and lower level managers at one of the Private Universities in Malang Regency. The sample selection in this study is based on the following criteria, that is worked more than one year in the organization and Participate in the budget preparation process.Data collection techniques in this study are surveys using questionnaires. Collecting data in this study by giving questionnaires directly to respondents.
Variable Measurement
Budgetary Slack is measured using an instrument developed by Dunk (1993) . This instrument consists of six indicators. Three indicators are expressed in the form of statements that are reversed or arranged negatively, that is statements 1, 3, and SEPTEMBER 2018 Febriana Dwi Rismayanti, Putu Indrajaya Lembut, Dian Wijayanti 6, so that the respondents' propensity without thinking about a point at one end of the scale can be minimized (Sekaran and Bougie, 2017) . The scale used in the instrument developed by Dunk (1993) , is a seven-point Likert scale. In this study, other instruments use a five-point Likert scale, so the Budgetary Slack instrument also uses a five-point Likert scale to align with other instruments.
Performance Feedback Quality was measured using an instrument developed by Hartmann and Slapnièar (2009) . This instrument consists of four indicators. One indicator in this instrument is expressed in the form of statements that are reversed or arranged negatively, that is statements 2. Perceived Procedural Justice and Perceived Interactional Justice are measured using instruments developed by Colquitt (2001) . Perceived Procedural Justice consists of seven indicators, while Perceived Interactional Justice consists of nine indicators. Furthermore, Trust in Supervisor was measured using an instrument developed by Read (1962) . This instrument consists of three indicators. All instruments in this study use a five-point Likert scale with ranges ranging from 1 (strongly disagree) to 5 (strongly agree).
RESULTS
searchers gave questionnaires directly to the respondents. In addition, data collection can also be done in a short period of time, which is 11 days from April 16 to 26, 2018. The number of questionnaires returned from 44 questionnaires distributed was 42 questionnaires. All questionnaires can be analyzed so that the rate of return (response rate) in this study is 95.45%. This shows that the rate of return in this study is very high, which is almost 100% according to the expectations of the researchers because the re- Table 3 it can be seen that the loading indicator value of all indicators is> 0.7, this means that the indicators have met the reliability indicator criteria. Evaluation of the measurement model or the next outer model is to test composite reliability to measure overall construct reliability and average variance extracted (AVE) to measure validity. The value of reliability composite must be> 0.7, while the recommended AVE value must be> 0.5. The value of composite reliability and AVE from the construct-construct in this study are as follows. Table 4 , the Composite Reliability value is obtained which is very good, that is > 0.7, so that it meets internal consistency reliability. Furthermore, the AVE value of each construct is also very good, that is > 0.5 so that it has met the criteria for convergent validity. The validity of the construct is also assessed by comparing the square root AVE with the correlation between constructs in the model. A good value is shown from the square root AVE for each concentrate greater than the correlation between constructs in the model. The value of the correlation between latent variables and the square root AVE is as follows.
Based on
The diagonal line in Correlations among Latent Variables with Square Roots of AVEs in Furthermore, testing the mediating effect using causal step approach as suggested by Baron and Kenny (1986) , is that the testing of mediation effects can be done if the influence between exogenous and endogenous variables is significant. If this does not occur or is not significant, then the mediation effect test cannot continue. Testing of mediation effects in this study is as follows.
The third hypothesis (H3) states that Perceived Procedural Justice has a negative effect on Propensity to compile a Budgetary Slack through a Trust in Supervisor. Based on Figure 1 , the significance value of P-value between the variables Perceived Procedural Justice and the preparation of Budgetary Slack> 0.05 is equal to 0.11. This shows that the direct influence of Perceived Procedural Justice on The level of significance used in this study is 0.05, so the test results from each hypothesis are as follows. The first hypothesis (H1) states that Performance Feedback Quality has a positive effect on Perceived Procedural Justice. P-value value <0.05 with a coefficient of 0.30. This means that Performance Feedback Quality has a significant positive effect on Perceived Procedural Justice. Based on the results of the study, H1 was accepted. Performance Feedback Quality can improve Perceived Procedural Justice.
Inner Model
The second hypothesis (H2) states that Performance Feedback Quality performance has a positive effect on Perceived Interactional Justice. P-value value <0.05 with a coefficient of 0.64. This Propensity to compile the Budgetary Slack is insignificant so that the mediation effect test cannot continue. Based on the results of the study, H3 was not accepted. Trust in Supervisors do not mediate the relationship between Perceived Procedural Justice and the preparation of Budgetary Slack. Perceived Procedural Justice cannot reduce Propensity to compile a Budgetary Slack through an increase in Trust in Supervisor.
The fourth hypothesis (H4) states that Perceived Interactional Justice has a negative effect on Propensity to compile a Budgetary Slack through the Trust in Supervisor. Based on Figure 1 , the significance value of P-value between Perceived Interactional Justice variables and the preparation of Budgetary Slack <0.05 with a coefficient value of -0.32. This shows that Perceived Interactional Justice has a direct and significant negative effect on the tendency to compile a Budgetary Slack so that the mediation effect test can be continued. Furthermore, the significance value of P-value between the variables Perceived Interactional Justice and Trust in Supervisor <0.05 with a coefficient of 0.66. This shows that Perceived Interactional Justice has a significant positive effect on Trust in Supervisor.
While the significance value of P-value between Trust in Supplement variable and Budgetary Slack preparation> 0.05 is equal to 0.49. This indicates that the Trust in Supervisor has no significant negative effect on Propensity to compile Budgetary Slack. Based on the results of the study, H4 was not accepted. The Trust in Supervisor does not mediate the relationship between Perceived Interactional Justice and the preparation of Budgetary Slack. Perceived Interactional Justice cannot reduce Propensity to compile a Budgetary Slack through an increase in Trust in Supervisor. However, the results of the research can prove that the Perceived Interactional Justice can increase the Trust in Supervisor. In addition, Perceived Interactional Justice can also reduce Propensity to compile a Budgetary Slack.
DISCUSSION
The results of the study can prove that Performance Feedback Quality as one of the characteris-tics of Management Control System can improve Perceived Procedural Justice and Perceived Interactional Justice. The results of this study are consistent with Hartmann and Slapnicar (2009) , which indicates that the higher perceived Performance Feedback Quality results in higher trust both directly and through higher perceptions of procedural justice. Desriani and Sholihin (2011) , also indicate that Performance Feedback Quality has a positive impact on procedural justice. Furthermore, Roberson and Stewart (2006) , show that accurate feedback is considered procedurally fair and develops informational justice.
The results of the study can also prove that Perceived Interactional Justice can increase Trust in Supervisor and reduce Propensity to compile Budgetary Slack. The results of this study are in accordance with Staley and Magner (2007) , which proves that interactional justice has a negative and indirect effect on Propensity to compile a Budgetary Slack through an increase in Trust in Supervisor. However, the negative influence of interactional justice and the preparation of Budgetary Slack in this study are direct.
The results of the study cannot prove that Perceived Procedural Justice can increase Trust in Supervisor, then Trust in Supervisor cannot reduce the preparation of Budgetary Slack. This can be explained by the background of the organization, that is, the supervisor does not explain the procedure for distributing awards to his subordinates. Explanation of procedures regarding the distribution of awards is not the responsibility of the employer, but the responsibility of the Management of Human Resources. Therefore, the perception of procedural fairness cannot increase Trust in Supervisor, then Trust in Supervisor cannot reduce the preparation of Budgetary Slack.
Implications
Overall, the results of the study can prove the hypothesis developed by Langevin and Mendoza (2013) , that one of the characteristics of Management Control System that is Performance Feedback Quality can reduce managerial behavior that is unethical, namely the preparation of Budgetary Slack. SEPTEMBER 2018
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The results of this study provide practical implications for universities and other organizations that the Management Control System is important to be implemented in the organization. Management Control System can reduce managerial behavior that is unethical, namely the preparation of Budgetary Slack. This research advises organizations to determine the best Management Control System to be applied in the organization, by applying Performance Feedback Quality which will have a positive impact on the attitudes and behavior of individuals in the organization. A good Management Control System will guarantee the implementation of the organizational strategy so that organizational goals can be achieved.
CONCLUSIONS AND RECOMMENDA-TIONS Conclusion
This study aims to examine the hypothesis developed by Langevin and Mendoza (2013) , regarding one of the characteristics of the Management Control System that can reduce the behavior of unethical managers. The results of testing the hypothesis that Performance Feedback Quality has a significant positive effect on PerceivedProcedural Justice and Perceived Interactional Justice. Furthermore, this study cannot prove that Perceived Procedural Justice and Perceived Interactional Justice have a significant negative effect on Propensity to compile Budgetary Slack through Trust inSupervisor. However, the results of this study can prove that Perceived Interactional Justice has a direct negative effect on Propensity to compile a Budgetary Slack. Perceived Interactional Justice also has a positive effect on the Trust in Supervisor.
Recommendation
The researchers can then continue the research for a wider sample using samples from various organizations to test the generalization of the results of this study. Then, the researchers can then use the instrument as suggested by Langevin and Mendoza (2013) , which uses an instrument developed by Bies and Moag (1986) , to measure interactional justice. Subsequent researchers can also use instruments developed by Merchant (1990) , to measure Budgetary Slack. The researchers can then use the characteristics of other management control systems based on the theoretical framework developed by Langevin and Mendoza (2013) , namely participation in target setting, application of control principles, the use of multi-and non-financial performance measures. Furthermore, it can use other justice perceptions, namely distributive justice. Further researchers can also test organizational commitment as a dimension of the manager's attitude. Next, test data manipulation which is an unethical manager's behavior.
